WorkLife Integration Project Goals and Objectives
Overall Goal
• To improve the extent to which families with dependent care needs have access to and awareness of employmentbased supports that promote worklife integration -participation in the workplace, while permitting them to take part in family and community life and roles. Objectives
• To identify HR policies and practices that support employees with dependent care responsibilities, particularly children with special needs.
• To provide information and resources to HR professionals about best practices that support employees caring for children with mental health disabilities.
Workplace Barriers to WorkLife Integration
Employees who have children with disabilities are reluctant to ask for flexibility, fearing negative job consequences (Lewis, Kagan, & Heaton, 2000) . 37% of employees say it is hard to take time off during work when personal or family issues arise and 39% report that using flexibility jeopardizes their advancement (Families & Work Institute, 2004) . 54% of employed parents say they cannot take time off for sick children without losing pay, using vacation days, or making up an excuse (Families & Work Institute, 2004) .
Finding a Way to Work through: Workplace Culture and Support
Workplace culture defined as shared assumptions, beliefs, and values regarding the extent to which an organization supports and values the integration of employees' work and family lives (Thompson, Beauvais, & Lyness, 1999) . Workplace support incorporates flexibility in work arrangements, supervisor support, supportive workplace culture, positive coworker relations, respect in the workplace, and equal opportunity for workers of all backgrounds (Bond, Galinsky, & Swanberg, 1998) 
Flexible Work Arrangements (FWA)
Employeedriven workplace flexibility permits family members to have a degree of autonomy to control work location, timing, and/or process (Kossek, Lautsch, & Eaton, 2005) . Workplace flexibility can be either formal or informal (Eaton, 2003) :
• Formal flexibility is approved by HR professionals and written into organizational policy. • Informal flexibility is not documented as policy, but available to some employees based on supervisory discretion.
Flexibility: The Business Case
Flexibility has positive effects on productivity, job and work schedule satisfaction, and absenteeism (Baltes, Briggs, Huff, Wright, & Neuman, 1999) Flexibility is linked to engagement, retention, job satisfaction, and employee wellbeing (Families and Work Institute, 2003) Availability and utilization of flexibility is associated with increased productivity and commitment (Eaton, 2003) Increased employee loyalty, reduced employee stress and reduced cost due to absenteeism is associated with the number of flexible work arrangements available (Halpern, 2005) .
Measurement Development
Is the business case for flexibility a valid construct that can be used to determine an organization's endorsement for granting flexible work arrangements? 
Methods: Design and Procedure

Measurement: The Business Case
The business case for flexible work arrangements was measured by 14 items developed for the survey.
• 5point Likerttype ratings from very strong to very weak. Instructions
• "From your perspective, how strong is the business case for offering flexible work arrangements?" Sample item
• "Improves employee retention". • 4point Likert scale from strongly disagree to strongly agree.
Sample item
• "There is an unwritten rule at my place of employment that you can't take care of family needs on company time."
Health Promotive Workplace Culture (Cronbach's alpha=.69)
• 5 items developed for the survey.
• 4point Likert scale from strongly disagree to strongly agree.
• 
Measurement: Flexible Work Arrangements
Likelihood of FWA Granted for Dependent Care
• 16 items developed for survey.
• 5point Likert ratings from Not Likely At All to Very Likely to Grant Request.
Instructions: "The following are some reasons employees give when requesting a flexible work arrangement. Please rate how likely approval would be granted in your organization for each reason."
• Health Care (e.g., shortterm child illness, ongoing chronic health condition of family member; Cronbach's alpha=.93).
• Drug Abuse/Mental Health Care (e.g., drug or alcohol treatment for family member, mental health treatment for family member; Cronbach's alpha=.91).
• School or Child Care Difficulties (e.g., shortterm child care difficulties, child acting out at school; Cronbach's alpha=.84). 
Analysis Plan
Dependent Variables
Note. Standard errors appear in parentheses. * p<.05, **p<.01, ***p<.001.
Conclusions
Endorsement of the business case for granting flexible work arrangements can be measured with a high level of internal consistency on the part of human resource professionals. The attitudes toward the business case for FWA can be measured using a single dimension, as demonstrated through the EFA and CFA. As expected, scores indicating belief in the business case for flexible work arrangements are significantly related to likelihood of granting FWA in for a variety of reasons including:
• Health care requests • Substance abuse/mental health requests • Schoolrelated or child care requests.
